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Abstract 
The purpose of this study is to explore the drivers of job satisfaction among IT workers in the East Asian 
context, particularly in Taiwan, Japan, and China. Using data collected from IT workers, decision tree 
analysis was employed to identify the predictors of job satisfaction. Results indicate that the level of 
education has no effect on job satisfaction. In Taiwan and Japan, higher uncertainty avoidance results in 
higher job satisfaction, and more experienced IT workers appear to be less satisfied. As Taiwanese and 
Japanese IT workers get older, they are likely to hold senior positions, spend more time on the job, and 
become increasingly dissatisfied with their jobs. The effect of uncertainty avoidance is less clear in China. 
The job role and industry matter only in China. Thus, management efforts to enhance job satisfaction 
among IT workers in China may be tailored towards specific industries and job roles. 
Keywords 
IT workers; uncertainty avoidance; job satisfaction; global IT. 
Introduction 
The IT industry is integral to the economies of Taiwan, Japan, and China (Baller et al. 2016), and the 
retention of IT employees is among these countries’ top priorities. Since employee retention generally 
depends on job satisfaction levels (Kuo and Chen 2004), our research goal is to investigate the drivers of 
job satisfaction among IT workers in the East Asian context, specifically in Taiwan, Japan, and China. Our 
study addresses three research gaps. First, it is an extension of Kuo and Chen’s (2004) work on the drivers 
of job satisfaction among IT workers in Taiwan. It has been more than 10 years since Kuo and Chen (2004) 
published their study, and it has not been updated. This is a timely review to ascertain if there have been 
changes. Second, Kuo and Chen’s (2004) analysis does not include cultural factors, which can influence job 
satisfaction (Bigliardi et al. 2012). The present investigation extends Kuo and Chen’s (2004) study by 
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including uncertainty avoidance (UA), along with employee demographics and job demographics, in the 
analysis. Third, there have been few studies comparing Taiwan with China, and none that we are aware of 
that focuses on IT workers. Taiwan is sometimes not politically recognized as an independent country, as 
many studies on China either include only Mainland China, or the Greater China region, that comprises 
Mainland China, Hong Kong, and Taiwan as a single entity. Furthermore, the inclusion of Japan, whose 
cultural attributes have been assimilated in part to the Taiwanese cultural fabric, and which has similar 
Confucian roots as Taiwan, serves as an additional comparison among the East Asian countries. These 
comparisons enhance the richness of the analysis of culturally similar countries. 
Literature Review 
Taiwan, Japan, and China are among the top countries in harnessing IT for innovation (Baller et al. 2016). 
Historically, Taiwan, Japan, and China have had close relations and been culturally similar. Taiwan was 
originally a part of China but has been politically separated, and is currently a self-governing democracy. 
Taiwan was also a Japanese colony between 1895 and 1945, with some Japanese cultural traits lingering in 
its cultural fabric. These historical underpinnings suggest their inherent cultural connections. All three 
countries are racially homogenous, with Confucian roots and high growth potential (Chew and Putti 1995; 
Zhang et al. 2005). In view of the research gaps, we proceed to review relevant literature on employee 
demographics, job demographics, and UA in relation to job satisfaction for inclusion in our empirical 
comparative analysis of the three countries. We acknowledge that there are other variables that can 
influence job satisfaction. However, our study is restricted to these variables. 
Predictors of Job Satisfaction 
Job satisfaction is an employee’s overall assessment of his or her job (Spector, 1997). Higher job satisfaction 
increases organizational commitment, which in turn, reduces job turnover intentions (Serenko et al. 2015) 
and turnover (Thatcher et al. 2002). There is also a positive relationship between job satisfaction and job 
performance (Judge et al. 2001). Studies have looked at predictors of job satisfaction but very few have 
focused on IT workers in all three countries of our interest.  
Employee Demographics 
In their study of IT workers in Taiwan, Kuo and Chen (2004) find that IT workers aged 35 to 40 years old 
are significantly more satisfied than their counterparts who are between 20 and 30 years old (Kuo and Chen 
2004), corroborating earlier studies showing that older workers are more satisfied with their jobs (Lee and 
Wilbur 1985; Reiner and Zhao 1999). However, other studies find that younger and older workers are more 
satisfied than those aged in the middle (Eichar et al. 1991; Kacmar and Ferris 1989). Kuo and Chen (2004) 
report no significant differences in job satisfaction levels across gender, corroborating earlier arguments 
that no universal conclusions have been drawn in this area (Witt and Nye 1992), and that there is no 
difference in job satisfaction levels between men and women (Clark 1997). Nevertheless, it is reasonable to 
assume that there may be gender differences in the participation of IT work in the three cultures due to 
different societal expectations (see Chew and Putti 1995; Trauth et al. 2008; Zhang et al. 2005). Kuo and 
Chen (2004) also document no significant differences in job satisfaction levels across education levels. 
However, more highly educated workers may also have higher expectations, leading to disappointment 
(Ross and Reskin 1992) and lower job satisfaction (Clark 1997).  
Job Demographics 
Job demographics can influence job satisfaction. Kuo and Chen’s (2004) study finds that job satisfaction 
does not differ among IT workers with different IT work experience levels. On the contrary, Bedeian et al. 
(1992) report that workers who are more experienced at their jobs are more satisfied than those who are 
less experienced. Additionally, Kuo and Chen (2004) also find that managerial IT workers have significantly 
higher job satisfaction levels than their clerical colleagues. McKnight et al. (2009) show that IT workers in 
different jobs, such as programmers and analysts, value different things that influence job turnover. 
Furthermore, Kuo and Chen (2004) find no significant differences in job satisfaction levels across different 
industries. However, they operationalized industries as three broad categories: basic information, second 
 IT Job Satisfaction in Taiwan, Japan and China 
 Twenty-fourth Americas Conference on Information Systems, New Orleans, 2018 3 
grade information, and others, which may not be sufficient to capture inherent industry differences. In this 
study, we include 17 different industries for more in-depth analyses.   
Uncertainty Avoidance 
Kuo and Chen’s (2004) study does not include the possible impact of culture, which has been found to 
influence job satisfaction among knowledge workers (Bigliardi et al. 2012). Since our extension of Kuo and 
Chen’s (2004) study includes multiple country comparisons, the inclusion of cultural variables can enrich 
the analysis. Hofstede’s (1980) cultural framework is useful in assessing cultural differences across 
countries. It is widely used in IS research and has the advantage of simplicity in measurement (Palvia et al. 
2017). In this investigation, we focus specifically on uncertainty avoidance, which is one of many aspects of 
culture. UA refers to the extent to which individuals prefer unambiguous, clear, and well-structured 
situations, and it reflects people’s tendency to evade uncertainty and the unknown. UA has been found to 
be positively correlated with job satisfaction (Ang et al. 2003). It makes one’s job easier (Palich et al. 1995), 
and higher UA is associated with adherence to rules and policies, which makes one’s job more predictable 
and, subsequently, more satisfactory (Chew and Putti 1995).  
Research Questions 
From the preceding literature review, we advance the following research question. Figure 1 provides a 
general research model and illustrates the three constructs of interest – employee demographics, job 
demographics, and uncertainty avoidance – as potential predictors of job satisfaction. 
RQ: Do employee demographics, job demographics, and uncertainty avoidance drive job satisfaction among 
IT workers in Taiwan, Japan, and China? 
 
Figure 1. Research Model 
Method 
A survey instrument comprising 160 questions was translated and administered in Taiwan, Japan, and 
China as part of a larger study titled the World IT Project; and the method is well-documented (cf. Palvia et 
al. 2017). In this study, we used a small subset of items pertaining to the four constructs in Figure 1. Their 
corresponding operationalizations are given in Table 1. Work-related cultural values may change over time 
(Wu 2006). Given that Hofstede’s work is over three decades old, it is important to assess a measure of UA 
of the respondents. For each respondent, a UA score is computed using the formula provided by Hofstede 
et al. (2008 p. 9). Job satisfaction is obtained as a composite of three survey items. Respondents were asked 
to rate their agreement with the following three statements: “In general, I like working here”, “All in all, I 
am satisfied with my current job”, and “In general, I don’t like my current job” (negatively worded). A higher 
score indicates a higher job satisfaction level. After removing the third item from China, all satisfaction 
constructs exhibited acceptable reliability with Cronbach’s Alphas and item-to-total correlations over 0.7.  
We use Chi-Squared Automatic Interaction Detection (CHAID) decision tree induction to identify the 
predictors of job satisfaction among IT workers. Decision tree has been used in data mining applications 
for predictions (Andoh-Baidoo et al. 2012) in medicine (Murphy and Comiskey 2013) and marketing (Amir 
et al. 2015; Legohérel et al. 2015), but seldom in IS research (Osei-Bryson and Ngwenyama 2014). We use 
this method for three reasons. First, several independent variables in the study are nominal or ordinal. As 
Job 
Satisfaction
Emloyee 
Demographics
Job 
Demographics
Uncertainty 
Avoidance
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such, using a regression for this study requires the creation of too many dummy variables. On the other 
hand, decision tree can process nominal and ordinal data effectively. Second, decision tree induction can 
handle non-linear relationships among variables and do not require the satisfaction of assumptions about 
data frequency distributions (Pal and Mather 2003). Third, unlike regression analyses that provide a 
coefficient of impact for each independent variable, decision tree induction generates value ranges of 
significant variables that predict the outcome, adding additional depth to the analysis. 
Construct Operationalizations Measurement level 
Employee Demographics 
Age Ordinal 
Gender Nominal 
Education Ordinal 
Job Demographics 
Job role Nominal 
Years of IT work experience Ordinal 
Job position Ordinal 
Industry Nominal 
Culture - Uncertainty 
Avoidance 
Uncertainty Avoidance Continuous 
Jobs satisfaction Job satisfaction scale Continuous 
Table 1. Summary of Variables 
To use decision tree induction, we compute the job satisfaction of IT workers for each country as a nominal 
(high vs. low) variable, using the respective mean values as the cut-off point. Computing job satisfaction at 
two levels simplifies decision trees and yields more useful results for informing theory and management as 
recommended by Esposito et. al. (1997). This approach is consistent with previous studies (cf. Yeo and 
Grant 2017, 2018). Given the length constraints, we focus on the predictive analyses. Descriptive analyses 
and interaction effects are also important, but they are beyond the scope of this study. 
Findings 
Taiwan 
The decision tree shows that the predictors have a 65.02% accuracy (Table 2) in predicting job satisfaction 
among IT workers in Taiwan (Figure 2). We discuss the significant predictors. From the first branch, the 
results show that IT respondents with UA scores of 55.00 or less tend to exhibit low job satisfaction levels 
(χ2=13.72, p = 0.002) (Node 1). Next, we look at IT workers from the second branch, who have a UA score 
of above 55.00. Among these IT workers, those who are not part of the management or are in the middle 
management tend to exhibit high job satisfaction levels (χ2=7.58, p = 0.041) (Node 3). Those who are in 
lower or senior management, and with less than or equal to 9 years of IT work experience, exhibit high job 
satisfaction (χ2=6.82, p = 0.036) (Node 5), while those who have more than 9 years of IT work experience 
tend to exhibit low job satisfaction (χ2=6.82, p = 0.036) (Node 6). These suggest that satisfied IT workers 
are those who tend to avoid uncertainty (Nodes 1 and 2). However, the IT work environment may have 
taken its toll, making the more experienced lower or senior managers less satisfied (Nodes 5 and 6).  
Job Satisfaction Low (Predicted) High (Predicted) 
Low (Actual) 119 44 
High (Actual) 62 78 
Table 2. Confusion Matrix for Decision Tree Induction, Taiwan 
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Figure 2. Decision Tree for Job Satisfaction in Taiwan 
Japan 
The decision tree yields an accuracy of 64.52% (Table 3) in predicting job satisfaction among IT workers in 
Japan (Figure 3). We discuss significant predictors. IT workers who are 39 years old or younger generally 
exhibit high job satisfaction (Node 1) (χ2=32.27, p < 0.001). For those over 39, their level of UA becomes 
important. Among these older IT workers, those who have a UA score of 60 or less and have less than 30 
years of IT work experience generally have high job satisfaction (Node 6); whereas those with 30 or more 
years of IT work experience have low job satisfaction (Node 7) (χ2=10.49, p = 0.005). Among IT workers 
who are older than 39 years old and have a UA score of more than 60.00, males generally exhibit high job 
satisfaction, whereas females do not (Nodes 8 and 9) (χ2=6.33, p = 0.012). The findings show that in Japan, 
more experienced and female IT workers seem to exhibit low job satisfaction levels. 
Job Satisfaction Low (Predicted) High (Predicted) 
Low (Actual) 28 83 
High (Actual) 7 160 
Table 3. Confusion Matrix for Decision Tree Induction, Japan 
 
Figure 3. Decision Tree for Job Satisfaction in Japan 
China 
The decision tree has an accuracy of 67.00% (Table 4) in prediting job satisfaction among IT workers in 
China (Figure 4). The first split of the decision tree is based on UA (χ2 = 20.94, p = 0.009). We discuss the 
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significant predictors. IT workers with a UA score below 10.00 generally exhibit low job satisfaction (Node 
1). In the second branch, IT workers in China with a UA score between 10.00 and 30.00 generally enjoy 
high job satisfaction levels (Node 2) (χ2 = 20.94, p = 0.009). In this subset, those working in the 
manufacturing, education, financial institutions, leisure/hospitality, and IT industries (Node 5) (χ2 = 22.53, 
p = 0.001), and have a UA score of less than 20.00 (but more than or equal to 10.00 as this is a subset from 
Node 2) tend to have low job satisfaction levels (Node 7) (χ2 = 5.487, p = 0.019). However, those working in 
these industries with a UA score of more than 20.00 (but less than or equal to 30.00 as this is a subset from 
Node 2) generally enjoy high job satisfaction levels (Node 8) (χ2 = 5.487, p = 0.019). Within the second 
branch of Node 2, those working in the retail services, construction, transportation, professional services, 
and healthcare industries (Node 6) (χ2 = 22.53, p = 0.001), and are mostly involved in programming, 
analysis and design, maintenance, operations, testing, and telecommunications, generally exhibit high job 
satisfaction levels (Node 9) (χ2 = 16.812, p = 0.005). However, those involved in integration and consulting 
tend to exhibit low job satisfaction (Node 10) (χ2 = 16.812, p = 0.005). However, there are only 3 cases 
recorded in Node 10, and this specific finding must be interpreted with caution. In the third branch, IT 
workers with UA scores between 30.00 and 60.00 generally exhibit low job satisfaction (Node 3) (χ2 = 
20.94, p = 0.009), while in the fourth branch, those with UA scores of more than 60.00 tend to have high 
job satisfaction (Node 4) (χ2 = 20.94, p = 0.009). Overall, the findings suggest that in China, UA does not 
have a straightforward relationship with IT workers’ job satisfaction levels, and demographics do not 
matter. Rather, their job satisfaction levels vary by industry and job roles. 
Job Satisfaction Low (Predicted) High (Predicted) 
Low (Actual) 85 38 
High (Actual) 60 114 
Table 4. Confusion Matrix for Decision Tree Induction, China 
 
Figure 4. Decision Tree for Job Satisfaction in China 
Discussion and Conclusion 
Pertaining to our research question, we show that UA is a common predictor in all three countries, 
suggesting the importance of cultural attributes to job satisfaction. Job demographics are more important 
predictors than employee demographics in Taiwan and China, contrary to the previous findings on IT 
workers in Taiwan (Kuo and Chen 2004). In Japan however, employee demographics, specifically, age, and, 
to a lesser extent, gender, matter along with various job demographics.  
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Drivers of Job Satisfaction 
Looking at employee demographics, age and gender are only significant in Japan but not in Taiwan and 
China. The level of education plays no role in job satisfaction. In Japan, younger IT workers are generally 
more satisfied with their jobs. However, as they get older, their satisfaction levels become dependent on 
other factors. Those who exhibit low UA scores are less satisfied with their jobs. In Japan, it is a cultural 
norm for an employee to stay at his or her job from graduation till retirement. It is plausible that after many 
years at the same job, IT workers may be disillusioned by the work environment, and desire less uncertainty 
in their lives and work environment, resulting in lower levels of job satisfaction. Gender may also matter in 
Japan, where female IT workers are less satisfied than male IT workers. 
Job role and industry matter in China but to a small extent, and they do not matter in Taiwan and Japan. 
In China, IT workers in the retail service, construction, transportation, professional services, and healthcare 
industries, who are involved in programming, analysis and design, maintenance, operations, testing and 
telecommunications, exhibit high job satisfaction. In contrast, those in integration and consulting have low 
satisfaction. IT workers who are in manufacturing, education, financial planning, and leisure/hospitality 
and who do not avoid uncertainty are less satisfied.  
In Taiwan and Japan, the number of years of IT work experience is a predictor of satisfaction, but not in 
China. More experienced IT workers appear to be less satisfied. As Taiwanese IT workers get older, and are 
hence likely to hold senior positions thus spending more time on the job, they become increasingly 
dissatisfied. Consistent with this finding, Duffy et al. (1998) reported a negative correlation of 0.17 
(p < 0.05) between one’s job tenure and job satisfaction.  
Uncertainty avoidance has a positive relationship with job satisfaction (Ang et al. 2003), and our results 
corroborate this. In all three countries, UA is a significant predictor, whereby higher UA leads to higher job 
satisfaction levels. This conclusion though, is less clear in China, possibly due to cultural differences across 
its vast geography (Miller 1995; Ralston et al. 1996). Altogether, we demonstrate that UA, a dimension of 
culture, can influence job satisfaction among IT workers, and that Hofstede’s (1984) cultural dimensions 
can be used as a theoretical foundation for analysis. 
Implications 
Taiwan 
Consistent with the findings by Hu et al. (2005), IT workers in Taiwan who have worked longer in IT and 
those who do not avoid uncertainty are generally less satisfied. The finding on the impact of job position is 
not straightforward. This corroborates the literature where, on the one hand, IT managers are found to be 
more satisfied than lower level workers (Kuo and Chen 2004), and, on the other, East Asian cultural values 
emphasizing hierarchy and harmony imply that job positions do not matter (Zhang et al. 2005). 
Experienced IT workers appear disillusioned by IT work compared to those who are new.  
Therefore, a key to increasing job satisfaction among IT workers in Taiwan lies in addressing the gap among 
the job positions, rather than in employee demographics as the literature posits (Kuo and Chen 2004). 
Management practices and policies have to focus on the longer serving IT workers to bridge the gap in job 
satisfaction between them and their younger colleagues. Management practices can look into incentives for 
long serving IT workers in order to ensure they are compensated and rewarded in accordance to their 
experience and job positions. 
Japan 
In Japan, younger IT workers avoid uncertainty more and are generally more satisfied with their jobs. Those 
with low UA and a lot of IT work experience have lower job satisfaction. Traditional Japanese are taught to 
value the collective above the individual (Lopez et al. 2009) and have a preference for structure (Money and 
Crotts 2003). The stereotypical Japanese white collar worker is expected at a job for the entire career (Iida 
and Morris 2008), is overworked, and tends to experience psychological job stress (Kawakami and Haratani 
1999). Therefore, it is possible that older workers become disillusioned and less satisfied as job frustrations 
and extreme pressure set in. As such, they may not deal with uncertainties well leading to, in extreme cases, 
even suicide, whose rate has increased among middle-aged Japanese workers (Hirokawa et al. 2012). 
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Even though workers may not leave their jobs, enhancing their job satisfaction levels can improve their job 
performances and productivity. Towards this end, management practices and policies in Japan have to 
include incentives and recognition for long-serving IT workers. Career development opportunities to 
revitalize the older IT workers may help reduce disillusionment and uncertainties.  
China 
The drivers of job satisfaction among IT workers in China are comparatively less clear. Although UA is a 
predictor, the relationship is not very clear, as the results cannot ascertain whether higher or lower UA leads 
to different levels of job satisfaction. This may be due to the vast cultural differences across China, which is 
a larger and more culturally complex country than Taiwan and Japan. Although its societal core in 
Confucianism remains unchanged (Ralston et al. 1995), there are subtle differences in work values across 
the country (Miller 1995; Ralston et al. 1996), resulting in a much more complex culture. Pertaining to 
findings on the other variables, job satisfaction in China differs across industries. The cultural differences 
between cosmopolitan and local Chinese (Ralston et al. 1996) may also explain these industry. 
Thus, management efforts to enhance overall job satisfaction among IT workers in China may be tailored 
towards specific industries and job roles. Given China’s vast geography and regional cultural differences 
(Miller 1995; Ralston et al. 1996), there may be other factors, not included in this analysis, that can better 
predict job satisfaction.  
Limitations and future directions 
Despite being a comprehensive comparative analysis of IT workers in three countries, this study has some 
limitations. First, China is a vast country, and there are cultural differences across its geography. As such, 
a larger sample of IT workers may be able to provide more in-depth details on how industry types and job 
roles influence job satisfaction. Second, Hofstede’s (1984) work provides several dimensions of culture. In 
this study, we focused on uncertainty avoidance alone. Future studies can include other dimensions to 
investigate their possible impact on job satisfaction.  
References 
Amir, S., Osman, M. M., Bachok, S., and Ibrahim, M. 2015. “Understanding Domestic and International 
Tourists’ Expenditure Pattern in Melaka, Malaysia: Result of CHAID Analysis,” Contemporary Issues 
in Management and Social Science Research (172), pp. 390–397. 
Andoh-Baidoo, F. K., Osei-Bryson, K.-M., and Amoako-Gyampah, K. 2012. “Effects of Firm and IT 
Characteristics on the Value of E-Commerce Initiatives: An Inductive Theoretical Framework,” 
Information Systems Frontiers (14:2), pp. 237–259. 
Ang, S., Van Dyne, L., and Begley, T. M. 2003. “The Employment Relationships of Foreign Workers versus 
Local Employees: A Field Study of Organizational Justice, Job Satisfaction, Performance, and OCB,” 
Journal of Organizational Behavior (24:5), pp. 561–583. 
Baller, S., Dutta, S., and Lanvin, B. 2016. Global Information Technology Report 2016, Ouranos. 
Bedeian, A. G., Ferris, G. R., and Kacmar, K. M. 1992. “Age, Tenure, and Job Satisfaction: A Tale of Two 
Perspectives,” Journal of Vocational Behavior (40:1), pp. 33–48. 
Bigliardi, B., Dormio, A. I., Galati, F., and Schiuma, G. 2012. “The Impact of Organizational Culture on the 
Job Satisfaction of Knowledge Workers,” VINE: The Journal of Information & Knowledge 
Management Systems (42:1), pp. 36–51. 
Chew, I. K. H., and Putti, J. 1995. “Relationship on Work-Related Values of Singaporean and Japanese 
Managers in Singapore,” Human Relations (48:10), pp. 1149–1170. 
Clark, A. E. 1997. “Job Satisfaction and Gender: Why Are Women so Happy at Work?,” Labour Economics 
(4:4), pp. 341–372. 
Duffy, M. K., Ganster, D. C., and Shaw, J. D. 1998. “Positive Affectivity and Negative Outcomes: The Role 
of Tenure and Job Satisfaction,” Journal of Applied Psychology (83:6), p. 950-959. 
Eichar, D. M., Norland, S., Michael Brady, E., and Fortinsky, R. H. 1991. “The Job Satisfaction of Older 
Workers,” Journal of Organizational Behavior (12:7), pp. 609–620. 
 IT Job Satisfaction in Taiwan, Japan and China 
 Twenty-fourth Americas Conference on Information Systems, New Orleans, 2018 9 
Esposito, F., Malerba, D., Semeraro, G., and Kay, J. 1997. “A Comparative Analysis of Methods for Pruning 
Decision Trees,” IEEE Transactions on Pattern Analysis and Machine Intelligence (19:5), pp. 476–
491. 
Hirokawa, S., Kawakami, N., Matsumoto, T., Inagaki, A., Eguchi, N., Tsuchiya, M., Katsumata, Y., Akazawa, 
M., Kameyama, A., and Tachimori, H. 2012. “Mental Disorders and Suicide in Japan: A Nation-Wide 
Psychological Autopsy Case–control Study,” Journal of Affective Disorders (140:2), pp. 168–175. 
Hofstede, G. 1980. Culture’s Consequences: National Differences in Thinking and Organizing, Beverly 
Hills, CA: Sage. 
Hofstede, G. 1984. Culture’s Consequences: International Differences in Work-Related Values, London: 
SAGE Publications. 
Hofstede, G., Hofstede, G. J., Minkov, M., and Vinken, H. 2008. “Values Survey Module 2008 Manual,” 
Maastricht: Institute for Research on Intercultural Cooperation. 
Hu, T.-S., Lin, C.-Y., and Chang, S.-L. 2005. “Technology-Based Regional Development Strategies and the 
Emergence of Technological Communities: A Case Study of HSIP, Taiwan,” Technovation (25:4), pp. 
367–380. 
Iida, T., and Morris, J. 2008. “Farewell to the Salaryman? The Changing Roles and Work of Middle 
Managers in Japan,” The International Journal of Human Resource Management (19:6), pp. 1072–
1087. 
Judge, T. A., Thoresen, C. J., Bono, J. E., and Patton, G. K. 2001. “The Job Satisfaction–job Performance 
Relationship: A Qualitative and Quantitative Review.,” Psychological Bulletin (127:3), p. 376. 
Kacmar, K. M., and Ferris, G. R. 1989. “Theoretical and Methodological Considerations in the Age-Job 
Satisfaction Relationship,” Journal of Applied Psychology (74:2), p. 201-207. 
Kawakami, N., and Haratani, T. 1999. “Epidemiology of Job Stress and Health in Japan: Review of Current 
Evidence and Future Direction,” Industrial Health (37:2), pp. 174–186. 
Kuo, Y.-F., and Chen, L.-S. 2004. “Individual Demographic Differences and Job Satisfaction among 
Information Technology Personnel: An Empirical Study in Taiwan,” International Journal of 
Management (21:2), pp. 221–231. 
Lee, R., and Wilbur, E. R. 1985. “Age, Education, Job Tenure, Salary, Job Characteristics, and Job 
Satisfaction: A Multivariate Analysis,” Human Relations (38:8), pp. 781–791. 
Legohérel, P., Hsu, C. H. C., and Daucé, B. 2015. “Variety-Seeking: Using the CHAID Segmentation 
Approach in Analyzing the International Traveler Market,” Tourism Management (46), pp. 359–366. 
Lopez, T. B., Babin, B. J., and Chung, C. 2009. “Perceptions of Ethical Work Climate and Person–
organization Fit among Retail Employees in Japan and the US: A Cross-Cultural Scale Validation,” 
Journal of Business Research (62:6), pp. 594–600. 
McKnight, D. H., Phillips, B., and Hardgrave, B. C. 2009. “Which Reduces IT Turnover Intention the Most: 
Workplace Characteristics or Job Characteristics?,” Information & Management (46:3), pp. 167–174. 
Miller, W. H. 1995. “Managing in China,” Industry Weekly (244:14), pp. 20–26. 
Money, R. B., and Crotts, J. C. 2003. “The Effect of Uncertainty Avoidance on Information Search, Planning, 
and Purchases of International Travel Vacations,” Tourism Management (24:2), pp. 191–202. 
Murphy, E. L., and Comiskey, C. M. 2013. “Using Chi-Squared Automatic Interaction Detection (CHAID) 
Modelling to Identify Groups of Methadone Treatment Clients Experiencing Significantly Poorer 
Treatment Outcomes,” Journal of Substance Abuse Treatment (45:4), pp. 343–349. 
Osei-Bryson, K.-M. 2004. “Evaluation of Decision Trees: A Multi-Criteria Approach,” Computers & 
Operations Research (31:11), p. 1933-1945. 
Osei-Bryson, K.-M., and Ngwenyama, O. 2014. Advances in Research Methods for Information Systems 
Research, New York, USA: Springer. 
Pal, M., and Mather, P. M. 2003. “An Assessment of the Effectiveness of Decision Tree Methods for Land 
Cover Classification,” Remote Sensing of Environment (86:4), pp. 554–565. 
Palich, L. E., Horn, P. W., and Griffeth, R. W. 1995. “Managing in the International Context: Testing 
Cultural Generality of Sources of Commitment to Multinational Enterprises,” Journal of Management 
(21:4), pp. 671–690. 
Palvia, P., Jacks, T., Gosh, J., Licker, P., Romm-Livermore, C., Serenko, A., and Turan, A. H. 2017. “The 
World IT Project: History, Trials, Tribulations, Lessons, and Recommendations,” Communications of 
the Association for Information Systems (41), p. 389-413. 
Ralston, D. A., Gustafson, D. J., Terpstra, R. H., and Holt, D. H. 1995. “Pre-Post Tiananmen Square: 
Changing Values of Chinese Managers,” Asia Pacific Journal of Management (12:1), pp. 1–20. 
 IT Job Satisfaction in Taiwan, Japan and China 
 Twenty-fourth Americas Conference on Information Systems, New Orleans, 2018 10 
Ralston, D. A., Kai-Cheng, Y., Wang, X., Terpstra, R. H., and Wei, H. 1996. “The Cosmopolitan Chinese 
Manager: Findings of a Study on Managerial Values across the Six Regions of China,” Journal of 
International Management (2), pp. 79–110. 
Reiner, M. D., and Zhao, J. 1999. “The Determinants of Job Satisfaction among United States Air Force 
Security Police: A Test of Rival Theoretical Predictive Models,” Review of Public Personnel 
Administration (19:3), pp. 5–18. 
Ross, C. E., and Reskin, B. F. 1992. “Education, Control at Work, and Job Satisfaction,” Social Science 
Research (21:2), pp. 134–148. 
Serenko, A., Bontis, N., and Palvia, P. 2015. “The World IT Project: Exploring Antecedents and 
Consequences of Job Satisfaction of IT Professionals in Canada,” in Proceedings of the Global 
Information Technology Management Association World Conference, St. Louis, Missouri. 
Thatcher, J. B., Stepina, L. P., and Boyle, R. J. 2002. “Turnover of Information Technology Workers: 
Examining Empirically the Influence of Attitudes, Job Characteristics, and External Markets,” Journal 
of Management Information Systems (19:3), pp. 231–261. 
Trauth, E. M., Quesenberry, J. L., and Huang, H. 2008. “A Multicultural Analysis of Factors Influencing 
Career Choice for Women in the Information Technology Workforce,” Journal of Global Information 
Management (16:4), pp. 1–23. 
Witt, L. A., and Nye, L. G. 1992. “Gender and the Relationship between Perceived Fairness of Pay or 
Promotion and Job Satisfaction,” Journal of Applied Psychology (77:6), p. 910. 
Wu, M. 2006. “Hofstede’s Cultural Dimensions 30 Years Later: A Study of Taiwan and the United States,” 
Intercultural Communication Studies (15:1), p. 33-42. 
Yeo, B., and Grant, D. 2017. “Exploring the Factors Affecting Global Manufacturing Performance,” Journal 
of Information Technology for Development (in-press). 
Yeo, B., and Grant, D. 2018. “Predicting Service Industry Performance Using Decision Trees,” International 
Journal of Information Management (38:1), pp. 288–300. 
Zhang, Y. B., Lin, M.-C., Nonaka, A., and Beom, K. 2005. “Harmony, Hierarchy and Conservatism: A Cross-
Cultural Comparison of Confucian Values in China, Korea, Japan, and Taiwan,” Communication 
Research Reports (22:2), pp. 107–115. 
 
